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Developing Human 
Potential
Age Management - Business Services
A Business Case
Demographic changes will continue to see populations across Europe and the world getting older, making an older 
workforce’s contribution to the labour market both valuable and imperative. Currently there are a number of barriers 
to paid employment for older workers. This document aims to highlight the benefits for businesses of recruiting and 
retaining older workers with the aim being to achieve an age diverse workforce. In each of the sections affected by age 
management (recruitment, retention, retirement), the document outlines the contribution that older workers bring to 
the company or organisation and provides examples of good practice in age management.
AGE MANAGEMENT
Proactive solutions to accommodate an ageing 
workforce are being taken by many organisations as the 
need to review, develop, and implement new approaches 
to age management is recognised.





diverse workforce, but not an inflexible blueprint plan. 
Examples of benefits:
•	 Marks	&	Spencer	and	South	Wales	Forgemasters	have	
experienced an increase in staff retention.
•	 JD	Wetherspoon	has	found	it	easier	to	adapt	to	
the demands of the sector and to reflect its wide 
customer base.
AN AGE DIVERSE WORKFORCE
There are number of benefits and advantages in having 






















Comprehensive approaches to age 
management give the best results. A 
comprehensive approach should focus 
on the entire working life of people, 
covering all age groups and including 
both preventative and remedial 
measures: it is not a set of measures 
but rather a range of interventions.
This brochure demonstrates the business case for 
adopting a comprehensive approach to age management. 
Although	it	focuses	on	the	benefits	of	employing	and	
retaining	an	older	workforce;	older	workers	are	just	one	
element of an age diverse workforce.
RECRUITMENT




















practices, British Gas has benefited from a wider pool 
of applicants, has reduced the cost of recruitment, and 
generally enhanced the company’s reputation.
Age Management takes place in recruitment, retention and retirement
RETENTION







GOOD AGE MANAGEMENT IN RETENTION 
ENCOMPASSES:
•	 Flexible and part-time working practices, which 
increases:	staff	motivation,	health	and	well-being;	
productivity;	and	the	recruitment	pool.	It	will	decrease	
staff turnover and absenteeism. These practices 
will enhance the image of the organisation and the 
effective use of employees.  
– Initiatives include: reduction of working hours, 
flexible	shifts,	job	sharing,	term-time	working,	
career breaks. 
•	 Viable	routes	for	career development and/or 
promotion which increases employees’ motivation, 
performance, commitment, flexibility and 
productivity. It may reduce mental stress and staff 
turnover due to lack of opportunities for progression.
– Information gathering: staff appraisals, 
performance management, career development 
guides,	competence-oriented	approach.
– Initiatives: having older workers as mentors and 
trainers, transferring competencies through role 
transfer and parallel duties.
•	 Age-sensitive training based on current and future 
skill requirements which considers employees’ and 
the business’ needs.
– Initiatives include: using competence databases, 
annual staff appraisals, flexible training plans.
•	 Re-deployment could prolong working life, increase 
motivation and reduce absenteeism.
– Initiatives: change roles or shifts to coordinate and 
balance the demands of the workplace with the 
capacities of older workers.
•	 Measures	that	promote	health and well-being improve 
job	satisfaction,	motivation	and	work	quality:






South Wales Forgemasters has a system of 
competences databases upon which annual training 
plans are based. They have introduced more flexible 
training approaches and have improved the training 
process for new staff by involving experienced workers 
who are given formal ‘trainer training’. 
A	small	German	company, Karl-Heinz Efkemann 
Sanitär-und Heizungsbau GmbH which specialises in the 
installation of plumbing, sanitary and heating systems 
and	has	developed	an	age	and	competence-oriented	
approach to career development, aimed at keeping 
workers employed in the company for as long as possible.
RETIREMENT











mentors, totally or partially.
GOOD PRACTICE:
Allevard Springs has implemented flexibility in 
retirement and benefits from succession and the 
opportunity to draw back former employees. The 
latter was one of the main reasons for South Wales 
Forgemasters abolishing their retirement age, which 
also allowed them to retain the skills, experience and 
overall value of older workers.
Marks & Spencer has used performance management 
in an identical way for workers of all ages: this has 
helped the company to function effectively without a 
retirement age.
B&Q has benefited from providing a combination of 
salary and pensions to its employees, within a flexible 
working environment.
In April 2011 the Default Retirement Age was abolished.




protection to those accessing goods and services.
The	Default	Retirement	Age	(DRA)	is	being	phased	out	over	a	transitional	period	running	until	30	September	2011.
Measures to promote health, motivation and skills could be more 
economical than premature retirement and hiring new employees
A COMPREHENSIVE APPROACH
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SUCCESSFUL PRACTICES
















JD Wetherspoon, Centrica and The Co-operative Group 
introduced compulsory training for managers and 
supervisors	in	relation	to	a	number	of	age-related	issues	








to employers, workers and customers alike. It has a 
proven track record of enriching recruitment through 
a wider pool of applicants and has the added benefit of 
enhancing the company’s reputation.
Through presenting a business case for good practice 
in age management, this leaflet will help organisations 
who want to adopt a comprehensive series of age 
management practices and policies. 
FURTHER RECOURCES:
Information on legislation regarding age discrimination 
in employment can be found at: www.acas.org.uk 
(Retirement	process	and	the	removal	of	the	Default	
Retirement	Age,	4	March	2011)








LOCAL ACTION RESEARCH GROUP MEMBERS:
NHS	Lothians,	Capital	City	Partnership	-	Joined	up	for	
Jobs,	DWP	-	Job	Centre	Plus,	The	City	of	Edinburgh	
Council	-	Economic	Development;	A	City	for	All	Ages,	A	
City	for	All	Ages	Advisory	Group,	Edinburgh	Chamber	
of	Commerce,	Scottish	Government	-	Equality	Unit	
Older	People	and	Age	Team,	University	of	Edinburgh	
-	Business	School,	Edinburgh	Voluntary	Organisations	
Council,	Queen	Margaret	University	-	Centre	for	the	
Older	Person’s	Agenda
